Horticultural Industry Growth
The horticultural industry offers many skilled and unskilled job opportunities for people with disabilities. As well, this industry has been the fastest-growing segment of agribusiness in the past several decades, especially in the services area. United States Census Bureau figures indicate that some aspects of the industry are realizing an annual growth increase close to 10%, and that residential lawn maintenance and landscaping services are experiencing annual increases as high as 12%. Over the past 10 years this trend has been led by the lawn care industry, which has grown Tom a $1 million business in 1976 to a $2.75 billion business in 1986. The retail flower business has increased from $2.4 billion in 1977 to $8.2 billion in 1987 (Cook, 1990 ).
"T he
horticultural industry offers many skilled and unskilled job opportunities for people with disabilities." From 1970 From to 1980 , overall industry employment showed a 40% increase, and from 1980 to 1990 there was a 20% increase. Key segments of the industry have consistently encountered labor shortages. The landscaping industry considers the lack of qualified personnel and employee turnover the greatest problems facing landscape professionals (De Moss, 1983) . Professional plant growers overwhelmingly consider the recruitment ofreliable labor, employee turnover, and the shortage of labor as their major business problems. In 1989, 36% of all those responding to an industry survey noted these labor problems, an increase from 29% in "a majority of 1987 and 1988 (Professional Plant Growers News, 1990 
Workers with Disabilities
The unemployment and underemployment of people with disabilities is a major problem in our society. Recent U.S. Census Bureau data report that 13.4 million Americans with a disability are working. This represents 8.6% of working age adults ( 16 to 64 years old). Although this represents a slight drop from 9.0% in 1981, the proportion of people with severe disabilities who are working has remained virtually constant at 4.8% (7.5 million people in 1987). The labor participation rate for 13.4 million workers with a disabilityis 31.6% (number of working people with disabilities divided by the total number of people with disabilities). This contrasts dramatically with the 142.2 million Americans of working age who do not have a disability, where the labor force participation rate is 78.9%. (Current Population Survey, Bureau of the Census, March Income Supplement, 1989.) Many people with disabilities are underemployed or work less than full time, yearround. Only 18.2% (2.4 million) of the 13.4 million people who work and who have a disability are employed full time. This compares with 60.6% of people of working age without a work disability who are employed full time.
Despite low levels of labor market participation and high unemployment levels, a majority of people with disabilities who are not working indicate that they want to work. The Louis Harris Poll of 1986, which surveyed people with disabilities, indicated that twothirds said they would like to find work. The report notes, "This finding-that most nonworking people who have a disability want to work-is one of the most important and challenging findings in the survey. The challenge is how society can effect policies and programs that will bring these people into the working mainstream." When asked about barriers to employment, respondents mentioned employer attitudes, lack of appropriate jobs, insufficient education and training, lack of accessible transportation, and lack of necessary equipment or devices (Int. Ctr. for Disabled, 1986) .
In response to these barriers, AHTA's employment programs have been designed to include components through which employers and human service placement personnel can be helped to realize (through articles in trade and professional organization publications, presentations in industry and human service training programs, and regional and national AHTA educational programming) the value of hiring people with disabilities, the wide range of appropriate jobs within the industry, and the availability of federal assistance and tax incentives to employers who hire people with disabilities.
A second Harris Poll, conducted in 1987, provided a more in-depth analysis of employment by focusing on employer perceptions of employees with disabilities. Through this poll many employers indicated that people with disabilities were a major untapped resource. However, some employers stated they were already doing enough to employ people with disabilities, and that hiring people who are minorities or elderly has a higher priority. Employers also indicated they did not know how to locate qualified job candidates who are disabled. The study indicated government, business, and voluntary organizations could increase the employment of people with disabilities by increasing job training programs, making available widespread information on qualified applicants, creating programs to make employers aware of agencies that have applicants with disabilities, and encouraging people with disabilities to apply for job openings (Int. Ctr. for Disabled, 1987) .
Program Description
The AHTA employment programs target a client population generally defined as "any person with single or multiple disabilities," as defined under the U.S. Rehabilitation Act of 1973 (as amended). These programs ensure equal service and employment opportunities to all people, regardless of the severity of disability. In addition to serving people with a wide range of disabling conditions, several of these AHTA programs have targeted specific populations, including individuals who have developmental disabilities, youth with disabilities who are in transition from school to work, Social Security Disability Insurance beneficiaries, and, most recently, people with disabilities who live in rural locations.
The AHTA employment programs focus on providing education and support specifically to the horticultural industry. This concept of developing a program around a single industry is a thoroughly tested approach, through the U.S. Dept. of Education's PWI program. PWI has been successfully organized and supported under the auspices of the National Restaurant Assn., the Electronic Industries Foundation, IBM Corp., Control Data Corp., the Menninger Foundation, the AFL/CIO, and other trade, business, or employer groups, who, like the horticultural industry, recognize the need for a stable and dependable work force. The key element that makes PWI work, as compared with other lesssuccessful government job programs, is the prominent role of business in running the program. The PWI philosophy assumes that employing qualified workers with disabilities makes good business and financial sense, and that employers (not the government) are in the best position to know their own recruitment needs and labor requirements. This creative outreach approach to industry provides direct access to large numbers of employers.
A key element of the PWI model is the establishment of an advisory group representative of the target industry. In 1983, the AHTA developed the National Horticulture Industry Council (NHIC), composed of 23 leaders in the horticultural industry, for the purpose ofproviding this guidance and policy assistance (AAN, 1988) . Members of the NHIC are selected to represent a broad cross section of the industry, including trade associations and professional groups, such as the American Assn. of Nurserymen, the Associated Landscape Contractors of America, Florists' Transworld Delivery Assn., the Interior Plantscape Assn., the Professional Grounds Management Society, the Society of American Florists, and the U.S. Dept. of Agriculture Extension Service. The NHIC meets quarterly with the AHTA staff to review project activities and develop approaches to improving program effectiveness.
One of the initial charges to the NHIC was to assist in the selection of specific geographic areas with major concentrations of horticultural employers, where the HHD program could be productive. Six states were initially selected-Alabama, California, Florida, Maryland, Ohio, and Pennsylvaniaand an area office was established in each.
The participation of human service agencies in each location was solicited through a Request for Proposals approach. One agency was subsequently selected in each location to serve as a subcontractor for placing people with disabilities into employment in the horticultural industry in their specific locations. In recent years, these six area office locations have been reduced to three-Ohio, Florida, and northern California-which represented the areas with the most successful placements. Each area office developed its own Regional Horticulture Industry Council (RHIC), patterned after the NHIC, for the purpose of stimulating the involvement of the local horticultural community.
Other regions of the country have been served through a National Referral Network. This network was developed to provide candidate-search and referral services to horticultural industry employers through a tele- 
business"
and in-person requests for qualified job candidates. Horticultural employers learn about the network through information and directmail flyers that are distributed by the NHIC organizations to their memberships. They then contact AHTA through a toll-free telephone number to request additional information or place a job order.
Once a job order is received, it is transmitted by phone and then by mail to a network agency in the same geographic region as the employer. The agency then initiates direct contact with the employer, and when a qualified candidate for the position is identitied, the process proceeds to an interview and potentially to a hiring.
Results
Since Oct. 1982, AHTA has successfully completed five employment projects, resulting in the placement of 2269 people with disabilities. A placement is considered to be completion of8 weeks ofemployment. Project results are summarized below: Projects Plantwork, HHD, and Access were not continued beyond their termination dates because the AHTA staff evaluated these projects as not adequately successful to warrant continuation. Project Plantwork required too much staff time and travel; HHDTransitions demonstrated that many schools involved in the program could not continue support during the important summer months, when school was not in session; Project Access was designed to work solely with SSDI recipients, which proved too narrow a client pool. Although the data included in the following tables represent only projects HHD and HIRE, the information is consistent with the data collected in the Plantwork, HHD-Transitions, and Access projects.
Data collected from these projects give direction for future employment projects. Table 1 illustrates the percentage of placements in the HHD and HIRE projects (for which appropriate data exist) hired into horticultural and nonhorticultural positions. One of the significant problems faced in placing individuals with disabilities in the horticultural industry has been the lack of awareness and understanding of the industry by the rehabilitation field. Much more emphasis needs to be placed on the education of placement personnel regarding the wide range of positions available within the horticultural industry and the appropriateness of this industry for the employment of people with disabilities.
From Table 2 , it is evident that the primary disability categories served by both HHD and HIRE were mental retardation and learning disabilities. This is consistent with the experiences of the rehabilitation community, as individuals with these disabilities are served more frequently by horticultural training programs (Perlman, 1986; Relf and DeHart-Bennett, 1990; Richman, 1986) .
Further, the majority of job orders received through these projects, as previously reported, were for laborer positions. These positions often included physical responsibilities that narrowed the range of disability categories employers were willing to accept; hence, the low placement percentages in Table  2 for such categories as visual and orthopedic impairments. Similarly, potentially hazardous equipment (mowers, weed eaters, tractors, and chain saws) was often present in the workplace, adding the categories of hearing impairment and substance/alcohol abuse to those that employers did not wish to include as candidate employees.
HIRE served a significantly larger percentage of individuals with severe disabilities than HHD (Table 3) . HIRE area office reports point to the close and trusting relationship developed between area office staff and the local horticultural industry as an important reason for this occurrence. Further, the higher average weekly earnings following placement for people served through HIRE ($47.31 higher than for HHD placements) are also a potential product of the ongoing relationship developed between employers and placement personnel through the area office model.
From data collected on the National Referral Network (Table 4) , it is clear that jobs in the landscape and nursery industries are predominately perceived as appropriate for individuals with disabilities. This is consistent with a study documenting the employment of people who have disabilities by different segments of the horticultural industry (Relf and DeHart-Bennett, 1990). 
